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Abstract 
Training technologies and generational groups changes over decade, numerous issues both in training and technology 
need to be addressed to meet the demands of this evolution. Generation is a group of individuals, most of whom are 
the same approximate age, having similar ideas, problems, and attitudes. There were four types of generation, 
Traditionalist, Baby Boomer, Gen-X, and Gen-Y. Finding ways to close the generation gap between older workers 
with decades of experience but fewer technology skills and younger, inexperienced employees with significant 
technological skills is the challenge for organizations of today. The purpose of this research was to examine the 
differences between generational age groups in their perceived satisfaction with e-learning. A quantitative method 
was used to survey the relationships between stated independent variables and generational age groups (dependent 
variable). The design use was ex-post-facto and there was no manipulation of the independent variables. The inquiry 
was one in which the experiences and demographics of the sample population were collected, analyzed, and reported. 
Total respondents selected for this study comprise of 100 staffs of various institutions of higher learning who have 
taken e-learning format course for their jobs. The results of this study have indicated that overall satisfaction with e-
learning is both fairly significant and moderately stable. We recommend that the top management in the institutions 
of higher learning to offer e-learning sessions to keep the workforce among their organization staff up-to-date. Thus, 
any organization can use this information to modify training to increase e-learner satisfaction. 
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1. Introduction 
Lewis (1999), quoted that continuing advancements in training technology that allowed traditional 
forms of instruction to change considerably over the course of the generations of workers who are 
currently in the workplace. As training technologies and generational groups change over the next decade, 
numerous issues in both training and technology will need to be addressed to meet the demands of this 
evolution. Acton (2005) suggested that training is one of the key employee-centered practices that is 
strongly associated with higher earnings and employee retention. Additionally, training is vital to 
businesses as large numbers of older workers reach retirement and recent college graduates join the labor 
force. ASTD (2001), cited finding ways to close the gap developing between older workers with decades 
of experience but fewer technology skills and younger, inexperienced employees with significant 
technological skills is the challenge that all companies are facing in this transition. Gunasekaran (2002), 
explain that e-learning is being implemented by many organizations to meet the new training demands of 
changing technology and demographics because it can provide access to high quality training from 
numerous sources around the world. Although computer-based training is seen as commonplace to 
younger workers who have grown up with technology, many older workers who have had to adapt to 
technological changes throughout their careers have not yet embraced or adopted the newer training 
model of e-learning as an effective alternative or addition to standard classroom training. Many national 
and multinational corporations spend large sums every year to provide technical, compliance, and 
developmental training for their employees. For this reason, it is of the importance for instructional 
designers and training organizations to develop training that is useful across multiple generations. 
Research is needed to evaluate the value of learner satisfaction with computer-based instruction in 
corporate training environments across multiple generational audiences. 
 Gunderson (2005) stated that, "Three factors demographics, workplace skill demands and the global 
economy are combining to create a jobs revolution. Any one of these factors represents a dramatic 
transition in our economy. This unprecedented shift from a higher number of older, experienced workers 
to a much smaller number of more technical, but less experienced, workers may have a direct impact on 
both industry and the economy. In response to these changes, workers will be forced to learn and relearn 
current in-demand skills. This continuous updating of skills will increase the need for and focus on 
training within corporations to retain workers and remain competitive in a changing marketplace. The 
focus of this study was on the variations between the generations in response to aspects of technology, 
more specifically, the use of e-learning in workplace training situations. The identification of such 
variations may allow for the creation of more efficient and effective training and e-learning models. 
The purpose of this research study was to examine the differences between generational age groups in 
their perceived satisfaction with computer-based training. This study investigated possible disparities 
regarding perceptions e-learning faced by employees of different generational age groups. Although this 
study did not focus on barriers to e-learning, satisfaction with computer learning and learner 
characteristics has been found to be important in the development of computer-based training (CTAL, 
2001). To examine these relationships of training, technology, and age, this study looked at several 
variables, including demographics, job position, and experience with e-learning. 
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2. Literature Review 
The Generations: Generation is a group of individuals, most of whom are the same approximate age, 
having similar ideas, problems, and attitudes. The concept that a group of people could be united by the 
sharing of the experience of common historical events due to being born in a specific time period was 
first introduced by Karl Mannheim in the early 1920s. In the present day, the concept has found its way 
into popular culture through recognized archetypes such as “Traditionalist”, "Baby Boomer," "Gen-Xer," 
and "Gen-Y".  
Traditionalists: Also known as "the Silent Generation," the "Traditionalists" were born prior to 1945. 
This is the oldest group; most are in retirement age.  
Baby-boomers: Perhaps the most well known of the generations - and definitely the largest in number, 
impact, and scope - the Baby Boomers continue to influence all areas of society. Even as they approach 
retirement age, they continue to dominate workplace structures and principles. Babyboomers are the 
people who were born from 1946 -1964. There is a great deal of ambiguity as to the precise dates of the 
baby boom, but according to Gillon (2004), and Green (2006), the range most generally acknowledged is 
from 1946 -1964.  
Generation X : The Generation X cohort is made up of individuals born between 1965 and 1980. This 
generation is also known as the "Invisible," "Forgotten" or "13th" generation due to its meager numbers 
and perceived lack of a defining social identity in the wake of the Baby Boomers. The "X" designation 
has been an "unable to shake" stereotype, even as they begin to turn 40 
Generation Y: The Generation Y cohort is made up of those individuals born between 1981 and 
2000. Use of the term Generation Y to describe any group of individuals is controversial for a variety of 
reasons. "Generation Y" alludes to a succession from "Generation X," a term originally coined as a 
derogatory label. The expression "Echo Boomers" was also used to highlight the generation's obvious link 
to the main childbearing years of Baby Boomers. Another attempt to link these generations is the use of 
the term "Second Baby Boom" to allude to the population growth that Generation Y represents. Strauss 
(1993) used the names "Millennials" and "Internet generation" endeavor to apply to the Gen Y cohort a 
more independent designation that is connected to key events and cultural trends which are clearly linked 
with the generation. No single term is the "correct" term to describe members of this generation. This 
cohort is also commonly referred to as the Millenniums as this group was viewed as the "graduating class 
of 2000". 
Generational Differences: A generational difference, or a "generation gap," is the common expression 
used to describe wide distinctions in cultural norms between members of a younger generation and the 
previous one. Strauss & Howe (1993) explain that this term illustrates the difference in values and 
attitudes between one generation and another, especially between young people and their parents. This 
difference occurs when older and younger people do not understand each other because of their different 
experiences, opinions, habits, and behaviors. The term first became popular in America during the 1960s 
to describe the cultural disparities between the "Baby Boomers" and their parents. Gillon (2004) 
suggested that although some generational differences have existed throughout history, during this era 
discrepancies between the two generations grew significantly in contrast to previous times, specifically 
with respect to such matters as music, fashion, drug use, war, and politics. This may have been magnified 
by the unparalleled size of the young Baby Boomer generation, which gave it unprecedented strength, 
impact, and eagerness to challenge societal mores. Largely as a factor of globalization and as a result of 
the numerous technologies of today, a youth is shaped by the same events, trends and developments. All 
countries are witnessing declines in their national birth rates, are equally concerned by global warming, 
and many communicate with others globally employing such tools as Twitter and Facebook. 
Generational Difference in Technology Adoption: According to the Forrester Research (2006), 
NACTAS Benchmark Survey of 66,707 households, which examined technology adoption and forecasts, 
demographics, attitudes, and online behavior; technology use varies widely by generation. The data reveal 
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that, while all generations adopt technology, younger generations are more likely to harness technology to 
enhance the ways they communicate, learn, buy, entertain, get services, and spend their time. According 
by Reynol and Mastrodicasa (2007), the Generation Y has integrated technology almost completely into 
their lives. 97% own a computer, 94% own a cell phone , 76%o use Instant Messaging (IM), 15% of IM 
users are logged on 24 hours a day/7 days a week , 34% use websites as their primary source of news, 
28%o own a blog and 44% read blogs, 49% download music using peer-to-peer file sharing, 75% of 
students have a Face book account, 60% own some type of expensive portable music and/or video device. 
NACTAS (Forrester, 2006) also found that twice as many Generation Y as Boomers own camera phones, 
and five times as many use mobile data services. In addition, the social computing activities of younger 
generations are approximately twice that of older generations. Social computing and these modes of 
collaborative-learning become increasingly important as companies look for alternative training scenarios 
such as e-learning, mobile-learning, and other forms of learning communities and training opportunities.  
E-Learning: E-learning is instructional content or learning experiences that are delivered or enabled by 
electronic technology, such as web-based learning, computer-based learning, and virtual classrooms. This 
includes delivery of the content via the Internet, intranet/extranet, CDROM, and DVD. Ruttenbur, 
Spickler, & Lurie (2000) suggested in the context of this study, e-learning refers to adult-centered and 
work-related instruction to deliver knowledge to employees utilizing computer based training (CBT). 
According Gunasekaran, McNeil, & Shaul (2002), the e-learning industry has emerged only within the 
last fifteen to twenty years. It has only been since the advent of digital technologies that there has been 
such an interest in e-learning, due to the use of electronic mail, the Internet, various multimedia, and the 
existence of the World Wide Web. The importance of these technologies to learning has increased 
significantly over the last several years. In order for e-learning to be successful, these e-learning systems 
must be designed and constructed with care, using well designed procedures and techniques based upon 
scientific approaches. E-learning or computer-based training provides a blended solution of self-paced 
training and availability options that provide effective, convenient, less expensive, and flexible solutions 
for dispersed populations with diverse training needs. According to Lewis (1999), some of the advantages 
of e-learning that have produced significant improvements in comprehension and retention, while also 
permitting a reduction in training time compared to other delivery methods, include: availability to end 
user, review of previous content, consistency of material, material updated in a timely manner, applicable 
to different learning styles, efficient, cost-effective for small-groups, immediate assessment and feedback 
functions. When designing for effective e-learning, a variety of learning styles and learner characteristics 
such as age, background, environment, interest, and educational level should be integrated into the design 
of the computer-based training module. 
E-learning Satisfaction (ELS): Measuring employee satisfaction offers an indication of how successful 
the organization is at presenting effective training and benefits to its employees and offers additional 
insights regarding retention efforts. Because satisfaction is essentially a psychological state, consideration 
should be given to quantitative measurement, even though an extensive body of research in this area has 
been developed. Kamsin (2005), explain that perceived learner satisfaction is a critical variable for 
corporate employees using e-learning as a training resource, since learner satisfaction is significantly 
related to a number of coveted educational outcomes. According Wang (2003), when determining the 
success of e-learning, satisfaction may need special attention. The wide use of satisfaction measurements 
employed by training managers suggests that e-learner satisfaction deserves more attention. Wang (2003) 
developed an operational and theoretical construct to examine the factors distinctive to e-learning 
satisfaction (ELS). He examined the conceptual ambiguity that exists in education psychology between 
teaching quality and perceived satisfaction. By contrasting this with the current marketing literature, 
which sees these two elements as related but separate, he defined elearner satisfaction as a summary 
affective response of varying intensity that follows e-learning activities, and is stimulated by several focal 
aspects, such as content, user-interface, learning community, customization and learning performance. 
The literature shows a direct relationship between learner characteristics and measures of satisfaction. 
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However, although the relationship of these factors to the individual characteristic of age groups has been 
studied (Long, et al, 2000), the relationships across the generations needs additional examination because 
of the impending demographic changes and impacts to businesses and the economy. This study sought to 
investigate this relationship. 
3. Methodology 
Research Design: A quantitative methodology was used in this study. This was a survey of the 
relationships between a variety of independent variables and generational age groups (dependent 
variable). Its design was ex-post-facto and there was no manipulation of the independent variables. The 
inquiry was one in which the experiences and demographics of the sample population were collected, 
analyzed, and reported.  
Population/Sample: The population for this study was Malaysian Higher Learning Institution staffs 
who have taken any e-learning format course for their jobs. The specific content or job role was not 
examined in this study; this study focused on respondents' perceptions of e-learning and demographic 
data, including job type. The sample was approximately 100 staffs of various universities and higher 
learning institution. However, it was not a true random sample because every person in the population did 
not have an equal chance of being selected.  
Instrument: The instrument used in this study was the 24-question E-Learning Satisfaction (ELS) 
survey develop by Wang (2003), which contains 7 demographic and 17 performance items. A Likert scale 
followed each of the performance item statements. The questionnaire collected data in the four areas of 
the ELS model, which included: learner interface, learning community, content, and personalization. 
These four distinct elements were determined by Wang (2003) through factor analysis to be indicative of 
e-learners rather than simply end-users of e-learning systems.  
Data Collection: A sample of approximately 100 respondents was drawn from the population. This 
study employed a set of questionnaire to collect demographic data, as well as responses to the ELS 
survey. 
Data Analysis: This quantitative study used both descriptive and inferential statistics to analyze the 
data and address the following research question: “Are older participants (Traditionalists and Baby 
Boomers) in corporate training sessions more or less satisfied with e-learning than younger participants 
(Generation X and Generation Y)?” In view of the current status of generational differences and learning 
satisfaction in a corporate training the purpose of this study was to determine what relationship, if any, 
exists between e-learning satisfaction and different generations. Analysis of variances (ANOVA) tests for 
e-learning satisfaction (ELS) and generational group were calculated. 
4. Findings And Discussions 
Demographic: A total of 100 respondents, 40 males (40%) and 60 females (60%), participated in the 
study. Within the sample, 38% of the participants were 46 or older (38%), which would represent the 
Baby Boomer generations. In this research there were no participant consider as Traditionalist because 
most of them was retired already. 62% of the respondent were younger generational, 42% represent 
Generation X and 20% from Generation Y. While it may appear that the difference between the older and 
younger generational groups is 38% versus 62%. It is important to note that of the Generation Y, are old 
enough to be eligible for the workforce and at the same time the Traditionalists are eligible for retirement 
beginning in 2008, and as previously indicated, Millennials born after 1992 are not yet old enough to 
work. 
Descriptive Statistics: The majority of respondents were well-educated, 43%, (N = 43) holding a 
bachelor's degree, 47% (N=47) holding a master's degree, 4% (N=4) that obtained a doctoral degree and 
6% (N=6) only have certificate from secondary school. Many levels of organizational positions were 
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represented in the survey sample. 60% of the participants indicated that they held the professional and 
managerial roles, 30% were administrator, 6% were senior lecturer and 4% were administrative 
supporting staff. This category was reviewed for patterns and indications of additional role designations 
in future research. The most prevalent form of e-learning experienced by survey participants in corporate 
training was web-based. While almost all (87%, N = 87) of respondents had encountered this style of e-
learning, 69%, (N = 69) of those surveyed had experience with CD-based e-learning programs and 42% 
(N = 42) indicated having had DVD-based e-learning. The perception of e-learning satisfaction is higher 
among those participants who said they have a master's degree and doctoral level education, well over all 
other education levels (N = 60). The perception of success in e-learning programs is markedly higher 
among those participants who indicated they had an undergraduate degree level education, well over all 
other education levels. Interestingly, this positive perception of e-learning satisfaction is higher among 
those participants who indicated they were involved in profesional and managerial roles. 
E-Learning Satisfaction: Overall, survey responses indicated agreement with all of the elements in the 
ELS-Survey. Based on the 4-point scale, the means ranged from a high of 3.21 in response to the 
statement, "E-learning programs enable me to control my learning progress," to the lowest mean of 2.56, 
in response to the statement, "E-learning programs make it easy for me to share what I learn with the-
learning community,". To more specific only those of noteworthy items are discussed; (i) The elearning 
program provides useful content (Q2), (ii) As a whole, you are satisfied with e-learning programs (Q16) 
and (3) As a whole, e-learning programs are successful (Q17) 
"The e-learning program provides useful content,": Members of the Baby Boomer generation were 
again much more likely to "agree" (N = 20) than to "strongly agree" (N = 8) or "disagree" (N = 10). 
Generation X members were likewise much more likely to "agree" (N = 30) with this statement than to 
"strongly agree" (N = 22). However, Generation X was somewhat more likely to "strongly agree" with 
this statement than were Baby Boomers (N - 8). Additionally, Generation X was almost equally likely to 
"strongly agree" (N=22) as to "disagree" (N=12) with this statement. Members of the Generation Y who 
participated in this study fell into two response groups, with "agree" (N = 15) being the more prevalent 
response than "disagree" (N = 5). 
"As a whole, you are satisfied with e-learning programs.": It shows that all of the generations, 
indicated overwhelming agreement with the statement "As a whole, you are satisfied with e-learning 
programs." However, Baby Boomers showed a preference toward "disagree" (N = 2) in response to their 
overall satisfaction with e-learning. Baby Boomers also were more likely to indicate "disagree" 
(N = 8) as they were to "strongly agree" (N = 12) with regard to satisfaction. 
"As a whole, e-learning programs are successful.": The finding also demonstrates that all of the 
generations, indicated overwhelming agreement with the statement, "As a whole, e-learning programs are 
successful." However, Baby Boomers showed a preference toward "disagree" (N = 11) in their perception 
of the overall success of e-learning. Generation X were slightly more likely to indicate "disagree" (N - 10) 
than "strongly agree" (N = 15) with regard to perception of overall success, and Generation Y members 
were a great deal more likely to indicate "strongly agree" (N = 17) than "disagree" (N = 3). 
5. Conclusions And Recommendations 
Design online training: E-learning is becoming increasingly important in the corporate training 
environment. Changes in technology, employee demographics, globalization and financial incentives are 
driving organizations to move traditional classroom training functions to e-learning environments. The 
results of this study have indicated that overall satisfaction with elements of e-learning is both fairly 
significant and moderately stable. Since many of these programs are not optional, organizations will 
benefit from knowing employee satisfaction levels with regard to e-learning. Thus, the data retrieved 
from satisfaction surveys may provide training managers with some insight as to whether the mandated 
online training would be successful. The data in this study indicated that the majority (94%) of 
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respondents held an undergraduate degree or higher. Although this may be a factor of the industries 
and/or positions in the sample, it points to the need for e-learning design to be based more closely on the 
audience the modules are intended for, not just a basic "lowest-common denominator" design. The 
research indicated higher satisfaction and perception of success with e-learning by those with higher 
levels of education. Interestingly, satisfaction was highest for those that had obtained a master's degree, 
while perception of success was highest for those at the undergraduate level. Although the research did 
not address this directly, this difference may be a result of more graduate and undergraduate exposure in 
recent years to both e-learning concepts and opportunities. 
Generational Differences: Levels of satisfaction remain fairly stable across generations with few 
exceptions. The Baby-Boomer, Generation X, and Millennials - all indicate overall higher satisfaction. 
Another area that demonstrates the need for further analysis is other apparent differences between Baby-
Boomer and Generation X satisfaction in regard to content. In general, these generations were very 
similar in overall responses. However, Generation X indicated greater satisfaction with content and 
"needs being met," "usefulness," and "user friendliness." It is possible that this difference may reflect the 
differences in these generations' introductions and approaches to this type of technology as a whole. For 
the most part, Baby-Boomers began experiencing computers, Internet and e-learning technology as 
common-place once already among the workforce, adding the learning facet to the need to get work 
accomplished. Generally, Generation X began experiencing these changes while still in learning 
environments and in primarily learning settings; perhaps lowering, and even changing, the expectations, 
interactions, and attitudes. Perhaps employees viewed e-learning as useful because they thought it would 
improve their performance on the job. Additional research would be necessary to examine and test these 
models.  
Learner Satisfaction: Learner satisfaction is a key ingredient in determining training program 
effectiveness (Acton, Scott, & Hill, 2005). Satisfaction surveys are standard tools used in training 
organizations to evaluate training courses. Additionally, the information retrieved from evaluation 
surveys can be used to improve course content and design (Chute, Thompson, & Hancock, 1999. If 
managers know which programs are more likely to be successful in the classroom and which online 
before the sessions are offered, they may be able to select the learning mode that correlates most strongly 
with e-learner satisfaction. Additionally, they may perceive them as more useful. Training managers 
should also consider offering e-learning sessions to keep the workforce up-to-date on their technical 
skills. Another key point regarding e-learner satisfaction is that it can predict learners' behaviors (Wang, 
2003). Thus, management can use this information to modify training to increase elearner satisfaction. 
The results of this research may have numerous implications for various stakeholders, including future 
and current employees, administrators, executive management, trainers, technical support staff, 
instructional designers, vendors, and educators. As a result of this research study, e-learning stakeholders 
will have additional information pertaining to generational differences in satisfaction with regard to e-
learning. The findings of this research may be valuable for helping instructional-designers and trainers 
overcome generational differences and for assisting in the development, implementation, and delivery of 
e-learning courses. 
A replication of this study: It is suggested to using a larger sample size with random or stratified 
selection to increase the validity of the present study's results. In addition, participants should be able to 
choose to complete either a paper and pencil or an electronic version of the survey. This would possibly 
help to accommodate participants who may have less experience, access, or comfort with computers to 
fill out the current on-line only version of the survey. Examination of the impact of early survey 
responders and late survey responders may have on e-learner satisfaction. Some studies have suggested 
that favorable responders are more likely to participate by completing the survey sooner. However, if 
responses were analyzed based upon time to respond, or other timeline, additional differences may 
become apparent. Administering a pre- and post-training assessment of the e-learning satisfaction factors 
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may also yield additional findings or trends. This would allow for greater controls of both dependent and 
independent variables 
Quality of e-learning: It is important to study the quality of e-learning that is developed to primarily 
convey information, and e-learning that is developed to teach or improve skills. Determining whether 
differences exist in a synchronous and asynchronous e-learning environment is another area for future 
research. A synchronous environment is one in which the training classes occur in real time and are led by 
a trainer; in an asynchronous environment, trainees learn at their own pace. (Kamsin, 2005). Although 
both qualify as e-learning, synchronous environments tend to have a more blended approach and may 
appeal more to learners who prefer traditional teaching models. It is possible that these preferences may 
also follow generational difference patterns More research regarding generational differences as they 
relate to e-learner satisfaction could improve knowledge of this area of adult education and training. The 
study of both generational differences and studies of e-learning are still fairly recent developments in 
educational settings. With both areas also becoming more relevant in corporate settings a greater 
understanding of possible interactions will be increasingly valuable. Investigating potential differences 
between mandated and voluntary e-learning in the work place may also show differences in e-learning 
satisfaction. 
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